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STUDY OF THEE LITERATURE ON CRITE“IA: :
, IV. SP:‘.CIFIC H ASURIS SU’GJI‘.S'I:D FOR USE AS CRITIRIA » i

. ~A -
I. Problem

1s report is the fourth in a series of reports summarizing the

literature on criteria., The complete plan of research and a general
introduction to the problex is presented 41n the first report, and in
q the Progrem Plan for PR 4904, ZEriefly, an attempt will be made to
- orgenize &nd lumme.ri; publications concerned directly with the probdlenm
of selecting and constructing criterion meesures. There will be no
effort to edit, interpret, or clarify the ideas., As in Report I, the
Problem of Definition, thwrt ‘is presented in
outline form. e intention is to indicate the various viewpoints
or theories expressed and provide reference to the author (s) advocating
each viewpoint. Vies;'points are, therefore, not gemerally detaneéi since
it 1s expected that those interested in a particular aspect of the
problen will first be concerned with general coverege of the aree,
end will then desire to consult the origin:l source for further details.
Yhenever a viewpoint has been teken by more then one author, all are listed.
I1. Procedure-A description of the method used in gathering the material
may be found in Report lumber I of this deriles.
I11.Summary of the Literature

This section will 1ist the various measures vhich have been sugzested
in the literature for use o8 criteria. They will be broadly classified
according to type of mecsure. That is, the specific measure will be

classified into the following five broad categories: on-the-job records,

1/ Study of the Literuture on Criteria: I. The Problem of Definition.

g3 esp




A W e g M

> — L e

status or achlevement of a particular position, scores resulting from
test situations, evalustlons end esscssueats, and grades., Criticlsms
and !deas concerninz these specific measures will be presented when and
&s these criticisms eppesr in the literature.
A, Op-the-job records
1. Deta on neas#res releating to nroduction:
a, Muantity, e.g;. net sales, number of calls per day, units

completed, ete. (4, 9, 10, 11, 14, 34, 45, 50, &8, 70,

73, 84, 86, 90, 92, 94)

1) The units of work should be comperstle for sll, or this
factor should be corrected statistically, (45) Data should
be collected under uxiform conditions (84, 92, 103) |
over an extended pericd so that an aversge is obtained., (10)

Y. kqnality, e.g., errors, bresksge, spoilsge, ete. (9, 10, 1),

45, 50, 68, 70, 86, 94)

i) The suggestion hes been made the best messure results
vhere all errors above an allowable mininmum are
sutomatically detected by objective inspection, as with am
electric eye mechanism., (103)

¢. GQuantity adjusted for guality (11, 45, 90, 102) e.g.,
evaluate time, material or cost involved in the imperfect or
spoiled product, (45)

d, Percent efficlency, {.e., rercent ratioc of sarned hours to

clock hours (earncd houre means the time set by comveny

for completing a unit of work, on the basis of rational

analysis, experience from speed of work on sinmilar tasks,

time required by pece setters, time and motion mlyut; end

| - 6lock hours means the time actually required by the worker,)
| (45, 90) -2~
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2. Accldent dzta. (9, 11, 68, 70, 102) v

a., Criticism: Deta on causes are lnad;aquate; accidents are often
due %o factors beyond the control of the imdividuel, (66)

3, Absenteelsm (102)

4, Measures related to training, e.g., time ro:quired to train employee;
(9, 10, 11, 45, 68, 85, 102, 103) cost of training, or material
used during training. (9, 102)

a. Criticism:
1) It is difficult to equate opportunity to learn. (103)
2) ERelevaance to ultimate success is questionnable (86)

5, Measures related to tenure. :

a. Retention on the Job. (4, 9, 10, 11, 45, €8, 70, 92, 111,

102, 103)

b, Frecucncy of job chenges. (93, 95)
6. Promotions (102) and rate of advancement. (9,.10, 61, 68)
1) Criticisa,
(&) These measures are dependent on business conditions (;'19) |
(b) Reasons for leaving are vague, contradictory,
hard to obtain, (87, 92)
(e) Tenure date is only available for post left. (93)
6. Composite over-all value to the company:
e.8., "The Dollar criterion”- a job anslysis is accomplished
to reveal the varisbles and the manner and extent to which the products
&nd behavior affect tiie efficiency of the orginization.
_ When the cost accounting evaluations of the criterion elements
and the best estimations as to individusl differences are avallebdle, the

izportance of each criterion element can then be estimated as the product
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of these two figures. ' v
‘As the welght by which the number of uaits produced is eultiplied
this equals the veclue of the production for that work unit. The value of
ell the work units invclved 4in the job caen then be added directly to
obtain an overall composite..
7. Measures related to income
8. Types
1) Sslary. (11, <0, 61, 68, 101, 103)
a) Average for a specified period (69)
b) Salary corracted for age (85)
2) Comminicﬁa znd bonuses, (9, 10, 11, 68, 70, 73)
3) Gross Zarnings. (25, 73)
4) 1Income after a certain number of y;arq. (109)
. be Criticism: Wege incresses are rately given on the

basis of merit (103); and are dependent on the type of work, and ianion

regulations. (93)
B, Status or Achievement of a Particuler Position,

1. Orade, rank, Job level (101) e.g., the Civil Services Grade
or Armed Service rank. (85)

2. Achievement of & certain leadership position, e.g., captain
of a team (61) executive position, (85)

3. Membership in professional socleties. (9, 10, 11, 63)

4. Trade status. (Journeymen vs. apprentice) (9, 10, 11, 68)

5. Alive-or-dead - Nilitary Criterion. (8¢€)

6. Results of sdministrative action, e.g., graduation or none ¢

9 graduation or elinimations from school. (101) :




C. Scores resulting from Test Situztions, (95)

v

1. Types of Test Situations.

v.

Tests of knowledge &nd information: e.g., writtea or
orzl Stendardized achievement tests. (9, 10, 11, 68,
70, 95, 101, 103)
1) Criticism:
g) The tests ﬁsuany cover only & part of the Jjob.
(2)
b) The relationship of the test to performancs
hes been questionned (101)
" ¢) The verbal elemeat on the test may be a biesing
factor (19). .
Performance Tests, Job or work sample (11, 45, 50, 75,
90, 110, 119, 120, 121) e.g., the standard flight in
Atr Torce (110, 119, 120, 121) i
1) The use of devices for measuring snd recording
results has veen sug-:e‘sted. e.g., photographic,
graphic, sound recorders (50, 101, 119, 120, 121)
e.g. interzction chronograph can record time element
in & situation (24, 85)..” Criticism: fhese devices
have ‘the limisations of being costly and time

conpuming {120).

D, ZEvalustions and Assessments,

1. !ﬁctor- that are evaluated or assessed.

~

a. Product. (25, 94) ’
b. Performsmce. (34) .
. Degree of wesponsibility. (9, 10, 11, 68, 69, 101)
4., Social interaction. . .
; =85
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1) Influence on fellow workers (103)
2) Attitudes. (28)
e. Reactions to discipline and regulations. (23)
f. Job Satisfaction., (28, 40, 50, 68, 82, 86, 91, 93,

101, 106, 109)

g. Personsl happiness, (40, 109)

2. Individuals who evalualt‘e.
a. Superiors. (z8, 45, 61, 79, 85, 92, 103)
b. Associates (eguals, buddies). (125)

1) Adventeges: Ususlly many ere aevaileble. Associates
are better able to assess aspects such as leader-
ship, personality, eand generzl soclzl interzction.
(125)

c. Subordinates, (23)
d. Self, (ususlly evaluztions of such things :s Job

satisfaction, adjustment etc.) (28, 40, 50, 68,

82, 86, 91, 103, 106, 108)

e. Othere: Jemily, friends. (28)
f. Combinations of the zbove.

1) Use of ratings by all, .oach of vhom view the
insividual in & different light. (%©5)

2) Use of self ratings, and evaluations by others to
check each other, (122)

3., Technicues of evaluation and asecssment,
a. BRatings (graphics, man-to-man, descriptive, check 1{st,

‘1inear ete.)

e




1) Advantages attriduted to ratings. (63, 75)

.a) They are znalytic :

b) They can be explicit and unambiguous and can
be recorded, studied and interpreted.

¢)- They are uniform and standardized, compzrzble,
end summarizedle,

d) They are guantitztive, therefore amenable to

: statistical ernalysis, and correction for biases,

etc.

e) They can be given periodically and systematically.

f) They are easy to use.°

g) They represent the best method of objectifying
humen jJudgments, particularly of less tangitle,
but important variables.

h) They encble .one to obteln &n eporaisel of the
total performance in all its essentizl elements,

2) Recommendations for improvements of rzting.

a) Use of factor annlysis of the rating fora hos
been suggested. (12, 14)

b) Use of "criticel incident technique® to get
Job requirements has been suggested. Description:
Critical requirements of a job or activity
are estzablished throvgh direct observztions
by participants in or supervisors of the
activity. A critical requirement is crucizl

in that it hes been responsible for outstandingly

g -

effective or dofinitely unsatisfactory performence
of an important part of the jJob. Critical
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roquireuents are collected. These ere sorted 11:;to
groups of similsar behavior (content analysis) from
which the reting scale is made. (38, 39, 127, 129).
Criticism: they suffer from tke usual xiroblemn of
rating sceles. 4l1so no vealidity studies are cvsilable.
(129) :
¢) The sc.ale should be adopted for the svecific purpose
and situation, (62)
d) The scale should be adopted for use by non experts. (62)
e) The zddition of new adjectives to the scele, or more
poiats may dumprove them. (32)
£) The mixing up of scales - forcing the reter to study
each one has been suggested. (39)
é) Frequency cha;rts, showing how many ratings o( each
type are expected should be used., Scores, n.h-ould be
corrected by coaverting them to standard scores having
the same distrivution of frequencies. (39)
h) fThe use of more raters has been sugrested. (39)
I) '™e use of a forced choice technique has been suzgested.
(39)
J) The classification end recording of observations should
improve ratings. (%9)
k) The use of the unwelghted average of impartial Judges
has been recomnended. (11)
V. Rankings: Order-of-merit. (6, 55, 95, 97, 111)
1) A suggested method: (12) Separate total group into sud-
. | ] ' groups. Rank hth‘ho sub-group, Merge sub-group by
| . .-

I1




S

2)

nodified paired comparison. .

Advanteges czitridbuted to rankings:

@)

v)

c)

a)
e)

f)

g)

The method kas fece validity. (6)

The methiod is reasonably stable, (6)
Rankings ore reasonably unconteminated with
regerd to the selection veriebles. (6)

The method i- es8ily understood. (12)
Ruters like end have confidence in the
procedures. (12)

The sugzested method sbove can be epplied to
large groups, (12)

The methed required 1ittle of the raters

time, (12)

¢, YNonimations: Scciometric techniques. (28, 112)

1) Sugcested methods,

2)

2)

b)

c)

d)

Hominations of people with whom the individuzl
would like to work (58, 85) e.g., fly wing

on in combat (85, 113) and rezsons for
nominations. (112)

Nominations of best and worst workers. (61, 85,
86, 125)

Statement of whether individual likes, dislikes
or is indifferent to every other worker. (58)
Yomination of an individual for a leadership

r

position. (61)

Adventeges attributed to nominations

a)

Nominations are more reliable than graphic

ratings., (126) -0e
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b) They &re more predictable than ecademic grade.
(126) '

¢} They are especially useful in identifying leaders.
(s8, 112)

&) They are useful &s measures of attitude of
workers towurds each other, and towards management.

4, C?iticisms of thest technigues

&) Difficulties exist in using rating sceles e.gz.
wnwillingness of raters to rote. (75, 101)

b) They lack between observef reliebility. (&9,
70, 116)

¢) They lack valldity (39), due to distortious,
prejudices, bluces, aﬁd misuﬁderstandings as
wvhet it telng judged. (28, 75, 93)

d) Difficuliies exist in the %nterpretgpion of
ratings due to differences in standards between
raters, (39, 92) lzck of stenderds of comparison
between jobs (93), fallure to obtain spreed
of scores. (Z9)

e) There is zn absence of defincble unite to form
& continuocus scele of judgment. (28)

£) Difficulties in veighting,exist. (28)

E. Orades., (50, 74, 85, 90, 95, 107, 109, 113)

Grades are usually a conposite of many things; mainly a
combination of evaluations and teat scores. "A hodge-podge of many
charscteristics of the individual, the instructor, the course, and the
situstion,” (107)

. .

1. Types: Specific course grades or summary gradea in public
1} ! =10-
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schools, training echools, corporation schools.
2. Criticlsm:
a. They suffer from the lack of objestilviiy sizilar to
evelvations end sesessmeats. (55, 75, 107)
b. Relev:mce to ultinate Job success has been ouestioned
(44, 60, 93, 96, 101, 115)
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